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The Personnel 


AVENUE ROAD, TORONTO, WA. 4-0781 


MEMO TO: Any Business Requiring Personnel 


Finding capable personnel frustrating, time consuming, and 
expensive. survey recently showed that Toronto usually 
costs $50 $100 newspaper advertising space fill office posi- 
tion, and $100 more for professional executive position. 


The Personnel Registry was established reduce this cost and make 
personnel recruiting simpler and less frustrating. When you hire 
someone through the fee only $40. Individuals pay nothing. 


Whether you are looking for President his secretary, office 
boy female clerk, can help you reach more worthwhile 
applicants and save money for you while 


With your cooperation can build our service that employers 
and prospective employees can always meet one another quickly 
and confidentially. you ever hear anyone seeking new 
better position would pleased have you mention our 
service them. telephone call all that takes register 
with us. 
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presently using Vendomatic 


machines 


Canadian General Electric 


Co. Ltd. 


Canadian Pittsburgh 


Industries Ltd. 


Fiberglas Canada Limited 
Canadian National Express 


Royal Canadian 
Canadian Army 


Air Force 


Vendomatic machines keep 
workers close their jobs 
and help eliminate those 
costly hard control 
breaks”. And the 
same time the extra 
convenience the staff 
boosts amicable employee 
relationships. 


Benefits offered this 
equipment have been 
proven some Canada’s 
leading industrial plants. 


Vendomatic machines and 
services are dependable. 
You have problems. 
Everything looked after 
independent operator 
equipped install, service 
and refill the machines. 
will gladly give you 

free survey your 
requirements. 


Write the address below 
for full details. 


for 
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Editorials 


Dr. Nathaniel Kantor Address Hamilton Conference 


Dr. Nathaniel Kantor the Uni- 
versity Buffalo has been asked 
the dinner speaker the even- 
ing October the All Canada 
Federation-Journal Meeting Ham- 
Dr. Kantor will recalled 
for his effective address the To- 
ronto Personnel Association 1952. 

Present program for the Hamilton 
conference follows: 

Informal get-together Thursday 
evening, October 25. Annual meet- 
ing the Journal Friday morning, 
October 26. Buffet luncheon, but 
speaker, Friday noon. Discussion 
Federation Friday afternoon. Joint 
dinner eastern associations with 
Dr. Nathaniel Kantor Friday eve- 
ning. This was designed very 
large affair with Ontario cities which 
have personnel associations holding 
their regular meeting conjunction 
with the Conference. 

Saturday morning will clean- 
session, and Saturday afternoon 
there will attendance the 
football game between Hamilton 
Tigers and Montreal Alouettes. 


Regina Group Considers 
Organization 


group personnel men and 
women assembled for luncheon 
Hotel Saskatchewan 
around the middle June meet 
Rae Perigoe, editor the Cana- 
dian Personnel and Industrial Rela- 
tions Journal, and out the meet- 
ing came decision the part 
the Regina people hold further 
exploratory meeting with the idea 
forming association. The meet- 
ing was called John Pickering 
Imperial Oil. 

hope hear from the Regina 
group. have representation 
Saskatchewan present. 


Journal Subscriptions 


order simplify our book- 
keeping the Journal subscriptions 
and make unnecessary send 
out invoices for renewals during the 
year, would like adopt the 
policy selling subscriptions the 
current year. This means that most 
subscriptions expire with the Oct- 
ober issue and should renewed 
before the end the year. 


Our Advertisers 


The encouraging flow subscrip- 
tions and advertising enables 
report that the Journal keeping 
its head above the water financial 
difficulty. The editors appreciate 
the solid support given our read- 
ers and our advertisers: the former 
help us, too, patronizing the lat- 


Personnel Journal Editorial 


Next issue will carry report 
the Duke Edinburgh’s Human 
Relations Conference Oxford writ- 
ten Lloyd Hemsworth Cana- 
dian Industries Limited, who will 
attendance. 

hope have for our next 
edition from two outstanding Cana- 
dians our field the addresses they 
are preparing for the Duke Edin- 
burgh’s Conference Human Re- 
lations Oxford this month. 

Mr. Luchterhand, Research 
Associate, Staff Training and Res. 
Division Aluminum Co. Canada 
and Montreal, will speak “Social 
Planning Kittimat”. 

Farrell Toombs, University 
Toronto psychologist, will speak 
“The Contribution the Social 
Scientist Management”. 
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AMONG OUR AUTHORS 
Massicotte 


Mr. Massicotte, Montreal solici- 
tor whose article clauses your 
collective bargaining agreements 
dealing with the curtailment the 
work force appeals this issue. Mr. 
Massicotte native Victoriaville 
the eastern townships Quebec. 
received his B.A. degree Laval 
University and his Bachelor Civil 
Law degree the same university 
1940. practised law his 
home town until 1945 and then went 
Columbia University where 
received his M.A. Economics 
1947. 

For the next six years, after re- 
turning from New York, was As- 
sistant Director Industrial Rela- 
tions for the Primary Textiles Insti- 
tute and May 1954 returned 
practice law Montreal. 


Gostony 


Mr. Gostony, who Industrial 
Relations Supervisor Montreal, 
was inspired write his short article 
geriatrics reading recent edi- 
torial the Canadian Personnel and 
Industrial Relations Journal. 
wrote his article the subject “Is 
Too Early Age For Compul- 
sory Retirement?” the hope that 
his experience and the policy outlin- 
will provide some inspiration for 
further thoughts this matter. 


Clarence Fraser 


Clare Fraser, who has reviewed 
for this issue report new 
General Motors management tool, 
well known Canadian personnel 
men. Plant Supervisor 
Placement and Safety for the Bell 
Telephone Company the Toronto 
area and has written for the Journal 
before. 

response demand the 
part some “blue chip” operating 
executives, Clare conducting 


PERSONNEL MANAGER 


Required for large, well-es- 
tablished Retail Organization 
located South-western On- 
tario assume complete re- 
sponsibility for recruitment, 
placement, training and labour_ 
relations. 


Applicants should 21-35 
with previous training ex- 
perience personnel admin- 
istration. 


For further information, please 
telephone write: 


MRS. MARY GIBB, 


Personnel Manager, 
Gordon Mackay and 
Company Limited, 
Front Street West, 
TORONTO Ontario. 


management development program 
few week ends this fall per- 
forecasting, human and organization 
development, and management self 
development. Clare describes 
“Concentrated group consulting 
service for management 
how develop people and organiza- 
tions; and how prepare them- 
selves for leadership the develop- 
ment people and organizations.” 


Bryan Fearon 


honour graduate Toronto’s 
School Hotel Administration 
the Ryerson Institute and student 
Personnel 
cularly affects the hotel indus- 
try, Bryan Fearon now em- 
ployed large Toronto hotel. 
Born England, served with the 
R.A.F. during the last war, then 
spent five years sea purser 
with large shipping company. 
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FOOD 
PAYS DIVIDENDS INDUSTRY 
AND INSTITUTIONS 


Good, nourishing, balanced meals, pre- 
pared and served pleasing hygenic 
surroundings provides the energy and 
alertness demanded modern business. 


Industrial Food Services experienced 
the business mass feeding. They 
buy skillfully and reduce 
advise and plan kitchen and dining room 
installations and provide low cost 
menus with high energy value, planned 
and served highly skilled personnel. 


Enquire Today, Without Obligation 


INDUSTRIAL FOOD 
SERVICES 


DIVISION CANADIAN FOOD PRODUCTS SALES LIMITED 
Walker Avenue 


Calgary Edmonton Vancouver 


Toronto, Ontario 


. J 
° 
‘ 
TONY 
al 


Collective Bargaining Agreements That 
Deal with Curtailment the Work Force 


Three clauses your collective 
bargaining agreement, although not 
directly dealing with the curtailing 
the work-force, may have im- 
decision case lay-offs. 

First, there your “management 
rights” clause. Whether not cur- 
tailing work-force necessary, 
and when put into force, 
are questions that cannot dele- 
gated any one else manage- 
ment. Your “management rights” 
clause should provide, among other 
things, that, subject the other 
provisos your agreement they 
may apply, the company has the ex- 
clusive right determine the cur- 
tailment, cessation, operations 
and lay employees off. 

Second, your “arbitration” clause. 
Your agreement should specifically 
state that only cases which concern 
the interpretation, alleged viola- 
tion, the agreement, can taken 
arbitration. This so-called 
you were have wide-open clause 
arbitration, whereby any griev- 
ance dispute may taken ar- 
bitration, you might find that your 
right curtail operations and 
lay off seriously impaired 
decision. 

Ruling Might 

Third, the “powers the arbitra- 
tor’. Assuming that 
clause well written and fully pro- 


*Mr. Massicotte, a Montreal Barrister and Solici- 
tor, prepared this paper originally for the 
Employee Relations Section of the Montreal 
Board of Trade. 


tects the interest your company, 
you ought make sure, your 
agreement, that the arbitrator not 
authorized make any decision in- 
consistent with the provisions 
your agreement, nor alter, modify 
amend any part your agree- 
ment; otherwise arbitrator might 
give ruling which would conflict 
with the proper functioning your 
operations. 

great number clauses 
your collective bargaining agree- 
ment are closely inter-related, and 
the three which have just been men- 
tioned condition, certain ex- 
tent, the application the particu- 
lar provisions your agreement 
respect the curtailing the 
work-force. Therefore, most es- 
sential that the general clauses 
your agreement carefully nego- 
tiated and properly worded, because 
defective clause can have far- 
reaching effects insofar the de- 
cision arbitrator concerned. 

Seniority 

now come the provisions 
your agreement dealing 
cally with the curtailing the work- 
force, and such provisions usually 
found under the heading “Seniority”. 
Before getting into somewhat de- 
tailed study the various clauses 
dealing with lay-offs and re-hirings, 
wish emphasize that, under 
collective bargaining 
whatever seniority rights employees 
possess must looked for and 
found the collective bargaining 
agreement that exists between the 
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union and the employer. These 
seniority rights depend wholly upon 
the contract. other words, when 
case taken before arbitrator, 
whatever the management has sur- 
rendered its absolute custom- 
established right lay-off and re- 
hire, and whatever employees have 
gained respect the same mat- 
ter, must measured entirely 
the contract. 


Therefore, the utmost im- 
portance that the rules dealing with 
the curtailment the work-force 
and, more particularly, seniority, 
clearly defined that the arbitrator 
has merely apply them parti- 
cular facts rather than arrive 
decision based his own pre- 
conceived ideas standards. Since 
seniority, either straight seniority 
seniority qualified other factors, 
usually the determinant factor 
the event lay-offs and re-hirings, 
should included your collec- 
tive bargaining agreement 
culties are minimized before 


First all, the “unit seniority” 
should clearly defined. Whether 
you operate under company-wide, 
plant-wide, departmental, occupa- 
tional seniority, combination 
these four, should unambiguous 
your contract. believe that the 
department used more often than 
anything else unit seniority 
but, even there, your agreement 
must define what meant de- 
partment. 


remember one case where 
large textile mill and its union were 
unable, for several negotiating meet- 
ings, agree the proper seniority 
unit until they found out that they 
were not speaking the same langu- 
age. The union representatives were 
asking for departmental seniority 
without telling the company that 
they were interpreting the word 
“department” being group 


similar operators; and the company 
was refusing the union’s request be- 
cause, according its past practice 
and terminology, department has 
much wider scope. When the 
company was referring “de- 
partment”, was actually referring 
complete plant, such the 
weaving spinning plant, knit- 
ting plant. 

finally solved the problem 
listing the agreement the various 
groups occupational classifications 
which were the units senior- 
ity, but you can very well imagine 
the kind dilemma which 
arbitrator would have been placed 
there had been grievance. 

Seniority Posting 

Once the unit seniority has 
been well defined the contract, 
there should be, think, ‘clause 
providing that “seniority lists” show- 
ing each employee’s status shall 
posted the company’s bulletin 
boards for maximum period 
time, let say one month, after 
which each 
date shall deemed correct, 
unless has been disputed within 
thirty days following said posting. 

course, separate seniority lists 
should made for each unit 
seniority and, following this easy- 
to-do suggestion, lengthy discussions 
can avoided before arbitrator 
regarding the correct standing 
employee compared another. You 
should also make certain that your 
contract states that employee has 
seniority from date last hiring 
and not from date first hiring, 
and may suggest that you watch 
out for this union demands, es- 


pecially while negotiating first con- 
tract. 


Your agreement should clearly 
state what happens 
seniority when such employee 
transferred either temporarily 
permanently from one unit 
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seniority another. Here, again, 
clause that nature will prevent 
you from getting irritated trying 
convince arbitrator that em- 
ployee belongs one unit sen- 
iority rather than another. 


Protection During Lay-Offs 


Let assume, this point, that 
your agreement established 
through carefully negotiated and 
written clauses, the proper units 
seniority, and the seniority standing 
each employee. The job which 
remains done and far 
the most important negotiate 
and write clauses which will protect 
the efficiency your operations 
the event lay-offs due cur- 
tailment the work-force. 

have had very various experi- 
ences company representative, 
but there one particular thing 
which have learned drafting 
collective bargaining agreements; 
and that is, forget, when writing 
contract, that the union represen- 
tative nice, trustworthy person. 

matter how cordial the rela- 
tionship between you, company 
representative, and the union’s busi- 
ness agent, the provisions your 
contract, particularly respect 
the lay-off provisions, should 
written such way that change 
attitude the part the union, 
the union’s business agent, can- 
not put your company into the posi- 
tion being restricted the dis- 
charge its proper responsibility. 

The fact that statement, made 
gaining table, may have given you 
erroneous impression the 
meaning proposed clause, 
not ground for arbitrator 
award the interpretation understood 
you. 

The problem curtailing the 
work-force met your agreement 
lay-off procedure. most 
agreements, seniority determines the 
order lay-off; and, many 


these agreements, the seniority prin- 
ciple qualified ability, effici- 
ency, family status, place 
dence, union membership, some 
other factor. 

When agreement states that, 
case lay-offs, seniority shall 
prevail provided that ability and 
efficiency are equal sufficient, 
there should some provisions 
how ability and efficiency are 
determined, and when manage- 
ment does not apply straight seni- 
ority lay-offs order retain 
younger employee greater ability 
and efficiency, must able jus- 
tify its decision. not enough 
for foreman, superintendent, 
come and appear before arbi- 
trator and say that, his opinion, 
Mr. Jones, although junior Mr. 
Smith, better qualified man. You 
may sure that the union will 
present many Mr. Smith’s 
friends needed testify the 
contrary. 


Specific Measure 


What management needs justi- 
its decision some specific way 
measuring ability and efficiency, 
and shall discuss this little 
later on. 

The least that employer should 
include his labour contract 
case seniority lay-off that the 
employee who remains because 
greater seniority willing the 
work that remains done, and 
the poorest operator the unit 
seniority concerned. Whatever the 
wording your agreement, you 
are authorized take ability and 
efficiency into account determin- 
ing the order lay-off, you must 
prepared defend, any time be- 
fore arbitrator, the position you 
have taken. 

need facts and figures and, parti- 
cularly, two things: (1) definite re- 
cords standards accepted per- 
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formance the various jobs and 
(2) definite information concerning 
the qualifications your employee. 
Even you have all necessary in- 
formation regarding job standards 
and employees’ qualifications, there 
still possibility that you may 


lose your case before arbitrator, 


depending upon whether the arbi- 
trator will give narrow broad 
interpretation the word “ability”. 
other words, this the all-im- 
portant question absolute im- 
mediate ability versus relative 
remote ability. 


Absolute ability means man 
immediately without further train- 
ing. Relative ability 
given few days’ training, man 
capable learning job actually 
performed less senior em- 
ployee. Unless you have specific 
provision your agreement, you 
will find that arbitrators tend 
give narrow interpretation your 
agreement, that is, apply the 
principle absolute ability, when 
differences seniority are small. 
When there are great differences 
seniority, arbitrators are inclined 
give broad interpretation the 
word “ability”. 


Make Contract Clear 


The way avoid arbitrator 
substituting his judgment for yours 
case lay-offs make your 
intent clear the contract. 


Another point connection with 
the proper wording your lay-off 
procedure determine who shall 
the judge ability and efficien- 
cy. some agreements, the man- 
agement the sole judge ability 
and efficiency, and its decision 
final. not satisfactory the 
union and, opinion, not 
fair. the other extreme are the 
agreements which permit “bump- 
that is, the right senior 
man displace junior man and, 


here again, this unfair but the 
management this time. 

opinion that the determina- 
tion comparative ability and ef- 
ficiency function manage- 
ment—that management best suit- 
its very function the 
judge those matters, 
management’s decision should 
final unless—and quote from re- 
cent arbitration award “Unless 
there allegation and proof 
bad faith, bias, favouritism dis- 
crimination the part the 

clearly that the 
exclusive function judge ability 
and efficiency, subject, course, 
challenge the union through the 
regular grievance procedure, the 
union feels that discrimination 
bad faith have taken place. 

connection with seniority 
case lay-off, there another as- 
pect the procedure which may 
become quite problem times 
distress. refer supervisors who 
may have demoted into the 
bargaining unit. The severe depres- 
sion the last few years the 
Canadian textile industry has prov- 
sure, any collective bargaining 
agreement, that persons acting 
supervisory capacity accumulate se- 
niority while holding such position. 
the management’s job pro- 
tect these people the event that 
prolonged lay-off makes neces- 
sary return them the bargain- 
ing unit. Your clause this par- 
ticular point should make clear 
that the employee who acts 
supervisory capacity not only retains 
his seniority but accumulates it. 


Retroactive Settlement 


Finally, your agreement ought 
protect your company against un- 
How? setting, through properly- 
worded clauses, time limits for ini- 
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tiation, appeal grievances, and 
the decision the arbitrator. Dis- 
puted cases lay-offs should 
settled quickly because the pos- 
sible prejudice caused em- 
ployee, and also because reinstate- 
ment with full compensation for 
time lost may fairly costly item 
lengthy delays have taken place. 

Before finish, would like 
emphasize once more the necessity 
having carefully-worded agree- 
ments management’s rights 
operate its business efficiently are 
maintained. Unless management 
well informed, unless manage- 
ment provides its negotiators with 
adequate supervision and counsel- 
ling, apt sign contracts which 
will not only impair the efficiency 
the business, but will also create 
very embarrassing precedents for 
other companies. 

Management should always keep 
mind that unions have lot 
information which not available 
the management; that they are 
continually training their represent- 
atives the subject collective 
bargaining and that union represent- 
atives are past-masters this diffi- 
cult art negotiating clauses 
collective bargaining agreement. 

negotiators that, when they write 
clause their labour agreement, 
they always keep mind that, some 
day, arbitrator may have rule 
it. 


Winnipeg Executive Chosen for 
"56 


The Personnel Association 
Greater Winnipeg has appointed the 
following officers for 1956-57 season. 

Canada Packers; Secretary 
Tyson Canadian National Tele- 
graphs; Treasurer Miss Kaban 
Dominion Bridge Company. 


The Directors consist past 


president Don Cameron 
Great West Life; Dowling, 
Canada Safeway Limited; Mar- 
tin, Hudson’s Bay Company; 
Nesbitt, Imperial Oil Company; and 
Tanswell, Shea’s Brewery. 


Chaston Heads Toronto Group 


Chaston, Shell Oil Com- 
Manager Industrial Rela- 
tions for Canada, has been elected 
President the Personnel Associa- 
tion Toronto for 1956-57. 

Vice Presidents are Cuff, 
Central Ontario Industrial Relations 
Institute, and Oliver, Lever 
Brothers Limited. 

ard, Toronto Transit Commission. 

Directors are: Hill, Canada 
Packers Limited; Lancaster, Bor- 
den Company Limited; Mac- 
Donell, Canadian General Electric 
Company Limited; Miss 
Munro, Canadian Bank Com- 
merce; Perry, Brewers’ Ware- 
house Company Limited; Dr. 
Saunders, Canadian National Insti- 
tute for the Blind; Willson, 
General Foods Limited. 


Draper New President 
Montreal Personnel Association 


When Lloyd Hemsworth vacated 


the presidency the Montreal Per- 


sonnel Association May 14, 
was succeeded Draper, 
former Chairman the Ontario 
Labour Relations Board and now 
industrial relations work Mon- 
treal. 

Brebner, and Directors are 
Laberge. 


New Tool for General Motors People 
The Employee Performance Record 


Reviewed Clare Fraser 


The automotive industry dis- 
tinguished for new models. Behind 
the new cars and trucks are the 
new tools, and the men who design 
them, make them, use them. 

management tooling also, man- 
agement people are indebted the 
automotive industry. The General 
Motors people years ago were put- 
ting heavy emphasis the fore- 
man’s job personnel administra- 
tion and industrial relations. Under 
the stimulus the Wagner Act, 
when employee representation was 
moving into formalized collective 
bargaining Merle Hale General 
Motors kept pointing the danger 
the foremen being short circuited. 


Use Foreman 


The new tool the Employee 
Performance Record 
General Motors evidently out- 
growth the effort keep the 
foreman the front rank relations 
with his people. positive an- 
swer the question that Prof. 
Douglas Brown Princeton asked 
the personnel and industrial rela- 
tions people years ago—“Are 
going work through the foreman, 
around the foreman”. 

This Employee Performance Re- 
cord and its use are well described 
the Harvard Business Review, 
Sept. Oct. 1955, John Flana- 
gan and Robert Burns. 

Under this system 
serve distinctive things their people 
do, and note them. Example quot- 
ed: “Had get ladder reach raw 
stock near machine. Time wasted 
getting and returning ladder each 
time.” 

The Performance Record divid- 


left and right into red and blue 
boxes. Entries the blue boxes are 
positive instances on-the-job per- 
formance: those the 
indicate ineffective performance (as 
was the incident mentioned above). 
Physical and Mental Qualifications 
and Work Habits and Attitudes are 
the two main categories used. 
each main category are eight items. 
These sixteen items cover the “cri- 
tical job requirements” for hourly 
wage employees. 

emphasized that this record 
performance was designed 
tool for the foreman use for the 
benefit. When the fore- 
man interviews the employee 
cites the incidents has observed 
and recorded, and 
causes and consequences. Effective 
performance was noted far more fre- 
quently than ineffective performance 
the first year operation. After 
four years experience with this 
method the proportion employ- 
ees turning suggestions had in- 
creased from 10.82 21.92. Disci- 
plinary warnings were cut half. 
The ratio effective ineffective 
unskilled group; the semi- 
skilled group; and the 
highly skilled group. 

Commonly Accepted Aims and 

Objectives 

Evidently this process fits into 
that broad category management 
tools used: 

(1) provide information 
what people do, and how well 


providing tool. 


(2) Through the process observa- 
tion using 
observation technique. 


(3) For the purpose coaching 
and correction, broadly termed 
“development”. 

(4) Used the immediate super- 
visor, ie. someone the 
position line responsibility 
and authority. 

its information-providing aspect 
its focus “process inspection” 
nature contrast with “product in- 
picture being taken 
during work process, rather than 
afterwards. 

the sports world finds its 
parallel the running account 
the broadcaster rather than the 
later commentary the sports re- 
viewer. 

meets most the commonly- 
accepted aims modern perform- 
ance review systems, that 


(1) relevant the individual, 
directly 

(2) within easily seen frame 
reference 

(3) positive its developmental 
aims 

rection, and help. 


Introduction 


Its introduction was classic 
careful thorough planning and 
action. Various groups participated 
their several roles—the “line” 
people, personnel people, outside 
research and advisory 
vestigation, sampling, classification, 
trial runs, “customers” reaction, re- 
sults achievements, time 
analysis, and other elements the 
effective development manage- 
ment tools were brought into play. 
They follow the pattern success- 
ful methods improvement through 
advanced industrial engineering. 

this reviewer sees it, this pro- 


cedure 
“management exception” its 


applies the 


tion toward self-improvement, 
through personal leadership the 
immediate supervisor. 


However, appears have cer- 
tain limitations and possible haz- 
ards, some which the authors 
admit. points the “what” more 
than the “why” reminding one 
the comment Shellow “It’s in- 
teresting know that John kick- 
ing over the traces, but it’s more 
useful know why kicking 
over the appears 
emphasize current physical perform- 
ance more than growth potential 
development elements. appears 
emphasize the needs the 
company for improved current per- 
formance more than the needs 
the individual for growth which 
may lead beyond his present occu- 
pation. 


The caution offered the authors 
worth repeating. They add: 


“This appraisal system more 
realistic and practical than any 
have tried date, but can 
better than the understanding and 
support given top manage- 
ment. The program’s effectiveness 
depends familiarity 
with its basic concepts super- 
vision all levels, and especially 
first-line supervision foreman 
level. The Performance Record 
program will never any better 
than your foremen choose make 
it. 

extending the program from 
the Delco-Remy Division num- 
ber other divisions, G.M. has 
followed the principle that the pro- 
cedure can only effective all 
groups concerned are fully aware 
its advantages and limitations be- 
fore installed. Experience indi- 
cates that the Performance Record 
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program based sound princi- 
ples and efficient tool add 
personnel programs employee 
development.” 

The authors claim “It not simply 
its details one might agree. But 
football coaches for years have been 
using motion pictures games, and 
have brought “specific critical be- 
haviours” the attention players. 


How 


have mothers and fathers and 
other teachers children without 
the pictures and without the record 
paper. 

But even with these minor reser- 
vations and cautions, this reviewer 
feels personal debt gratitude 
the General Motors people for this 
major contribution and the re- 
porters who have presented 
clearly and well. 


Creating Team Spirit 
Employees 


Frank Hogg 


How can create company 
team spirit among all our em- 
ployees? How can help every 
employee feel that impor- 
tant part the company’s total op- 
eration? How can give every 
employee understanding the 
full significance his job? These 
are problems common 
every company these days. Here 
one method National Carbon 
Company, Division Union Car- 
bide Canada Limited, using 
help solve them. 

was recently decided their 
management that employees the 
company would welcome 
discussion Company history, or- 
ganization, products, objective and 
policies. start things off, the 
Sales and Advertising Departments 
each prepared brief, factual presen- 
tations what their groups did 
the Company and how they contri- 
buted the Company’s growth and 
Over five-day period, 
groups employees twenty 
time were invited one-hour 
presentation, which included re- 


view all the company’s many 
products from 
Freeze “National” Carbon Furn- 
ace Electrodes. The sales features 
each product line were clearly 
discussed together with information 
regarding the company’s position 
the industry, sales progress and sell- 
ing problems. Employees were, 
course, given opportunity 
making constructive suggestions 
and asking questions. was 
stressed that each individual was 
salesman and public relations repre- 
sentative for his company 
every day contacts with his friends 
and with the retailers from whom 
made his every day purchases. 

Company officials have been 
pleasantly surprised two im- 
mediate results the programme. 
Not only has the number practi- 
ical, constructive 
ceived from the employees increas- 
ed, but also noticeable increase 
enthusiasm the part the em- 
ployee towards his job has resulted. 
The company plans further sessions 
the future. 


_ 
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Has The Personnel Place 
The Hotel Industry 


Byron Fearon* 


the preface recent re- 
search report responsible person- 
nel practices the hotel industry, 
there appeared the following words: 
“Successful working relations are all 
the more essential the Hotel In- 
dustry where much the success 
the operation depends upon hu- 
man relations between employee 
and guest and between employer 
and 

Although this premise may 
readily accepted hotel men, the 
real use the practical conclusions 
are being haphazardly applied. 
number reasons for this, some 
which are peculiar the hotel in- 
dustry, are evident. 

Into this area uncertainty and 
“hit miss” personnel methods 
being applied today, there appear- 
ing the first understanding concern- 
ing the need for trained and com- 
petent personnel officers. 


Tenuous Position 


The position the personnel 
manager present very tenuous 
one. certain that there are very 
few men engaged the position 
throughout the country and most 
them are not engaged such 
full-time capacity. 

across Canada, the writer asked 
number questions pertaining 
personnel activities. The hotels cov- 
ered ranged size from 100 rooms 
capacity upwards the largest 
1,000 rooms more. The returns 
showed good cross-section the 
industry. the hotels replying, 
*Mr. Fearon, honour graduate the Ryer- 


son Institute’s School of Hotel Administration, 
is on the staff of a large Toronto Hotel. 


per cent showed full-time personnel 
manager employed. These manag- 
ers are, for the most part, employed 
the largest hotels, though several 
hotel groups with smaller houses ap- 
pear making use such man- 
agers. further per cent showed 
that they employed personnel 
manager part-time basis, shar- 
ing this duty with another executive 
position. one hotel reported 
trained personnel officer, but several 
commented that their head office did 
employ one. This seems apply 
the large groups well the 
small, and strong comment up- 
the scarcity trained person- 
nel officers the industry. 

number hotels report that 
they receive assistance from local 
hotel associations the work 
personnel administration and those 
who are members local personnel 
associations say that further benefit 
derived. 

The survey, though shows clear- 
number limitations upon the 
use personnel officers certain 
sections the industry does, never- 
theless, show greater understand- 
ing the values management- 
employee relations the proper 
handling staff. 

There are, then, number basic 
problems the hotel industry which 
are holding back the advent ac- 
cepted personnel programmes 
scale that being realised other 
fields. 

There are not more than score 
hotels throughout the country that 
exceed room count 350. For 
the hotels average size, ranging 
room counts 150 300 rooms, 
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management would engage approxi- 
mately one employee for every 
rooms, according the type and 
with greater facilities average ap- 
proximately one employee per room. 
From this, may seen that very 
few hotels are position em- 
ploy more than 300 400 workers. 
The economic feasibility employ- 
ing personnel officer limited. 


One the main stumbling blocks 
this path economic feasibility 
that which the hotelman pleads 
case “unforeseeable profits”. 
production. The producer com- 
modities can accurately price units 
production, after known costs 
have been applied, give net 
worth. The hotelman’s product 
inequateable asset that 
depends not only the vagaries 
the local and national economic situ- 
ation, but also the temper the 
relations that exist between manager 
and employee and between em- 
ployee and guest. 

Into this continued economic un- 
certainty injected the need for 
severe operational budgeting. Those 
departments receiving the direct cri- 
tical gaze the guest call for first 
priority financial outlay. These 
operating conditions create several 
Broadly 
speaking, the critical appreciation 
the public general affected, 
the detriment the industry. 

The greatest damage has been 
caused those working the hotel 
management, which relies good 
prospects and social security 
make life-time business operat- 
ing hotels. The field desperately 
short young and capable people 
who can termed “executive po- 
tential”. This condition exists be- 


cause the industry does not offer 
foreseeable 


either 


working conditions for advance- 
ment. 


Training Limited 

Training programmes for hotel 
management, from which must come 
the personnel-oriented executive, are 
extremely limited. Toronto has the 
only comprehensive Hotel Admini- 
stration School Canada and not 
more than ten fifteen students gra- 
duate each year. expansion 
such facilities for training would 
great stimulus management that 
requires fresh and courageous ap- 
proaches the new technique be- 
ing developed other industries. 

Having looked briefly some 
the most obvious 
stand the path properly or- 
ganised “personnel management 
movement”, logical question can 
now posed what are the op- 
portunities for personnel officers 
the hotel field dependent upon? 


Primarily course, they depend 
upon the growth the industry it- 
_self. The growth new centres 
population already manifesting 
itself, and with the rapid strides 
being taken improved communi- 
cation and transportation, “service” 
will have keep pace. 


Since the end the war, because 
the tremendous increase the 
cost building, amongst other rea- 
sons, expansion has limited itself 
the smaller class hotel. Today, 
there are healthy reports from coast 
coast building plans for houses 
800 rooms and upwards. this 
particular area for the present, 
would seem, the personnel officer 
must restrict himself. For within 
this particular area that the com- 
petition created will raise new de- 
mands from the employee for chan- 
ges working conditions. not 
difficult foresee that the strong 
bargaining power the hotel em- 
ployee will enforce proper person- 
nel practices upon the employer 
the future. 
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Even within the field the larger 
hotel groups, there still appears 
lack appreciation for the true 
value personnel department that 
has clearly defined areas author- 
ity and responsibility. personnel 
manager can work effectively with- 
out clear cut policy from his man- 
agement. 


Need Not Appreciated 


great many managements ap- 
pear unaware the value 
definite personnel policy thinking 
and the proper expression the 
employees. Present personnel man- 
agers often are ineffectual because 
they are not able express, and 
some cases not even know, the 
policy the management. this 
condition they become little more 
than hotel officers committed staff 
hiring and firing and the administra- 
tion fringe benefits. Perhaps the 
most important task the personnel 
man, that interpreting conditions 
top-management for the formula- 
tion new policy, does not appear 
given its proper place ho- 
tel executives. 


the large chain-type hotel oper- 
ation, with ramifications spread over 
large section the country, rea- 
sonable policy action may become 
dissipated through lack ade- 
quate communication. Furthermore, 
policy interpreted and often car- 
ried through travelling person- 
nel officer from the head office, 
thereby removing from the local per- 
sonnel officer much the respon- 
sibility for actions the local level. 


sign the new potential that 
lies within the grasp the person- 
nel manager that today his very 
existence and success depends not 
only upon management support and 
guidance, but also largely upon the 
future supply and demand for skill- 
employees within the industry. 
With the increased growth busi- 
ness foreseen, the resultant demand 


for such workers will create new 
atmosphere for labour and manage- 
ment their search for new condi- 
tions employment. 


Perhaps, within this newly devel- 
oping climate management-union 
relations, may lie the success 
failure the personnel manager 
find his full stature important 
and integral part good hotel man- 
agement. has yet come but 
may not too long delayed. 


Profit Sharing 
For Small Business 


new research publication de- 
signed especially for the owners 
small business (less than 100 em- 
ployees) has just been released 
the Profit Sharing Research Foun- 
dation, 1718 
Evanston, The publication 
titled Profit Sharing for Small 
Business, and was written Mr. 
Jehring, the Director the 
Foundation. 


The study based the in- 
formation which was gathered from 
small business which have been 
practicing various forms profit 
sharing for number years. 


The 64-page booklet specially 
designed helpful the own- 
ers small companies who would 
like consider the possibilities 
gaining some the benefits, such 
better employee relations, in- 
creased production, lower em- 
ployee turnover, which result from 
installing successful profit sharing 
fashion that employer will 
able find ready information that 
will help him answer questions 
that occur him each step 
planning the installation profit 
sharing. 
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Action Influenced Mental Images 
Other 


Prof. Oswald Hall* 


The sociological factors strike 
action are closely related the 
social psychology industrial rela- 
tions, which are more lasting im- 
portance. look upon the strike 
lationships which employer and 
employee find each other. 

May start off rather brusquely 
saying that industrial relations, 
like all other relations have with 
other members our society, de- 
pend the sorts images each 
other carry around our heads; 
that say, employer carries 
around his head image his 
workers set scheming, trucu- 
lent clock-watchers, this fact will in- 
fluence the relations between him 
and them. they have image 
him highly sympathetic, con- 
scientious sort individual, this 
fact, too, will influence the relations 
between employer and employee. 


Interplay Images 


would like you consider the 
interplay this mutual set images 
that people have each other. 
Therefore, would like present 
three sets images that employers 
seem use and then offer 
one set images that believe em- 
ployees utilize this respect. 

The first image, think, that em- 
ployers have their employees 
that the “big, happy family”; that 
is, the conception everybody be- 
ing the same boat, and being 
involved the same sorts inter- 
ests. This image industrial 


*Professor Hall is Chairman of the Depart- 


ment of Sociology at McGill University in 
Montreal. 


relations “sympathetic” relations. 
“We are all working together for 
the good the whole, and are 
all interested harmony.” this 
image, employees are supposed 
like their employers, and they are 
supposed like their supervisors. 


supervisors, those supervisors should 
take special training courses im- 
prove the situation. that does not 
work, course, one should hire 
psychiatrist adjust their feelings 
towards each other. this image, 
workers are presumed feel deep 
gratitude—a kind abiding grati- 
tude—for the washrooms, for the 
cafeteria, the Christmas party, the 
bowling equipment, and all these 
other evidence generosity the 
part the employer. 


Rude Shock 


The employer who carries around 
with him this image his employ- 
ees gets staggeringly rude shock 
the first time that his workers talk 
about going out strike. This 
rather unrealistic—image indus- 
trial relations, although very 
widely held. stems, some 
parts, from the work the human 
relations experts the work world; 
but has its counterpart many 
the house organs the kinds 
pictures themselves that indus- 
trialists try present their work- 
ers through those media. 


second image, very different 
one, also very widely held, based 
the old notion the master-ser- 
vant relationship. This relation has 
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kind semi-legal character it. 
The duties and the obligations 
the worker are, this case, thought 
some similar sort code. This no- 
tion rather widespread 
province Quebec. keeps com- 
pany with notion “just” wage 
and “just” price and the notion 
finds expression the efforts 
establish relatively enduring codes 
control workers and control 
work relations. 


Codified Relations 


The notion has cur- 
rency, particularly among members 
the legal profession. However, 
many employers, too, see their em- 
ployees individuals who should 
adhere code, which would pro- 
vide dependable stability rela- 
tions employer and employee. 
Many employers, like many lawyers, 
find themselves very uncomfortable, 
even perhaps appalled, the no- 


tion living set relationships 
which are eternally fluid and chang- 
ing. They prefer hold this 
image workers being the kinds 
individuals who adhere to, and 
behave, accordance with code. 


This kind image the work- 
ers gives rise what would call 
notion industrial relations 
being “codified relations”, being 
whether the codes are legal sort 
merely customary sort. 


The third image would like 
present that the worker be- 
ing member our society who 
has interests his own and who 
forms associations further those 
interests. our society, interest 
groups, and voluntary associations 
further them, are part the very 
natural for the worker, then, join 
lodge athletic association. 


Now, since associations our so- 
ciety engage never-ending 
struggle with each other, entire- 
natural that the union will, oc- 
casion, flex its muscles and test its 
strength against employers against 
other unions against 
party. This image the worker 
does not see him giving his un- 
sees the worker giving his loyal- 
ties the union and the employ- 
and the other associations that 
joins that born into; and 
his loyalties may fluctuate between 
these very marked degree. 

This image the worker being 
person who joins multiplicity 
associations—and among them the 
know about society. see the 
worker this fashion, this the 
sort image have him, then 
think have look indus- 
trial relations being essentially 
“power” relations rather than being 
“sympathetic” relations being 
“codified” relations legal, 
semi-legal, sort. 


Mohawk Valley Formula 

May turn from these images em- 
ployers hold employees con- 
sider one image that employees fre- 
quently hold the employer. 
would like quote from what 
the classic statement this respect, 
and that the Mohawk Valley 
Formula, set forth the National 
Labour Relations Board: 

When strike threatened, 
the employer should label the union 
leaders agitators and discredit 
them with the public and their own 
followers. the plant, should 
conduct forced balloting under 
the direction foremen at- 
tempt ascertain the strength 
the union make possible the mis- 
representation the strikers 
small minority, the same time dis- 
seminate propaganda means 


press releases, advertisements, the 


activities missionaries; such 
propaganda falsely stating the issues 
that strikers appear making 
arbitrary demands and the real 
issues, such the employer’s refusal 
bargain collectively, are obscured. 
Concurrent with these moves, exert 
economic pressure through threats 
move the plant and ally the influ- 
ential members the community 
into cohesive groups opposed the 
strike. 

When the strike called, raise 
high the banner law and order, 
thereby causing the community 
mass legal and police weapons 
against the 
ence, and forget that those its 
members who are employees have 
equal rights with the other members 
the community. 

Call mass meeting the citi- 
zens coordinate public sentiment 
against the strike, and strengthen 
the power the Citizens’ Commit- 
tee, which organization, thus sup- 
ported, will both aid the employer 
exerting pressure upon the local 
authorities and itself sponsor such 
activities. 

Bring about the formation 
large armed police force intimi- 
date the strikers and exert 
chological effect upon the citizens. 
This force built utilizing 
local police—state police, neces- 
sary vigilantes and special depu- 
ties, the deputies being chosen, 
possible, from 
hoods there will personal 
relationships between them pro- 
duce sympathy for the strikers. 

Impress upon them the law 
unlawful assembly, inciting riot, 
disorderly conduct, etc., that, un- 
hampered any thought that the 
strikers could also 
they will ready and anxious 
use their newly-appointed authority. 

Heighten the demoralizing 
effect the above measures 


back-to-work movement operated 
puppet association so-called 
employees”, secretely organ- 
ized with the employer. Have this 
association wage publicity cam- 
paign, and coordinate such cam- 
paign with work missionaries cir- 
culating among the strikers visit- 
ing their homes. This back-to-work 
movement has these results: causes 
the public believe the strikers 
are minority; the back-to-work 
movement also enables the employ- 
er, when the plant later opened, 
operate with strike-breakers, 
necessary, and continue refuse 
bargain collectively with the 
strikers; addition, the back-to- 
work movement permits the em- 
ployer keep constant check 
the strength the union through 
the number applications received 
from employees’ ranks regarding re- 
turn work, such number being 
kept secret from the public and from 
other employees that doubts and 
fears, created such secrecy, will, 
turn, induce still others make 
applications. 


When sufficient number 
applications hand, fix date 
for the opening the plant and, 
together with the Citizens’ Commit- 
tee, prepare for such opening 
making provision for 
armed police, roping off the area 
surrounding the plant, and securing 
arms and ammunitions, etc. The 
purpose the opening threefold; 
see enough employees are will- 
ing return work; induce still 
others return result the de- 
moralizing effect produced the 
opening; and lastly, even the 
manoeuvre fails, induce 
cient number return persuade 
the public, through pictures and 
news, that the opening was, never- 
theless, successful. 


Stage the opening theatrically, 


throwing open the gates the pro- 
pitious moment, having the em- 
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ployees march into the plant 
mass group, protected squads 
armed police, give the 
opening dramatic and exaggerat- 
quality and thus heighten its 
demoralizing effect. Along with 
the opening, provide 
speeches, flag-raising, praise for the 
employees, the citizens and the lo- 
cal authorities that, their vanity 
touched, they feel responsible for 
the continued success the scheme. 

Capitalize the demoraliza- 
tion the strikers continuing 
the show police force and the 
pressure the Citizens’ Commit- 
tee. necessary, turn the locality 
into war-like camp through the 
declaration state emergency; 
have the community 
from the outside world 
nothing will interfere with the suc- 
cessful conclusion the formula, 
thereby driving home the union 
leaders the futility further efforts 
hold their ranks intact. 


Close the publicity barrage 
which, day day during the entire 
period, has increased the demoraliz- 
ation work all these measures, 
the theme that the plant 
full operation, that the strikers were 
merely minority attempting in- 
terfere with the right work, and 
thus inducing the public place 
stamp approval upon the 
above measures. With this, the cam- 
paign over and the employer has 
broken the strike. 

Well, these images you can see, 
are highly incongruous sorts af- 
fairs. The above statement 
very vivid dramatization the 
image industrial relations be- 
ing essentially power relations. 

conclusion, would say that 
the course industrial relations for 
any concern will depend, large 
part, the set images which the 
employer and the employee have 
each other; and misleading images 
lead grief. 
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Executive Development— 


“Business Sold Because Top Men Grew Old 
and there was one Replace them” 


Watson* 


you must aware the 
many complex subjects which 
face management today. Each 
these subjects calls for group 
specialists whose job translate 
the policy management into the 
every day activities their own 
field. Buying, Costing, General Ac- 
counting, Transportation, Merchan- 
dising, Selling and Personnel Rela- 
tions, are all the functions experts 
have spent many years 
gain the technical knowledge they 
are required have company 
exist and progress. How then, 
can one man group men 
even, supply direction 
ship such diversified number 
experts? 


People always seem think that 
either you have you 
talk about “born executives”, “born 
leaders”, and on. Perhaps 
true that some very lucky persons 
are born with the ability step into 
position management without 
previous training, but so, there 
are extremely few them around. 
Normally, individual requires 
ing before can become success- 
ful executive. 


good executive person must have 
certain characteristics, just per- 


*Mr. Watson of J. D. Woods & Gordon 
Limited gave this paper before the Canadian 
Fruit Wholesalers Association meeting in 
Montreal in February. 


son with certain other character- 
istics likely make poor execu- 
tive. Later will talk about the 
sort training necessary develop 
and supplement the required char- 
acteristics, but let for moment 
have look these desirable fea- 
tures: 


desire for achievement—The 
strong driving force among able 
executives. They must accom- 
plish and achieve order 
happy. 

acceptance authority—A 
good executive accepts author- 
ity without resentment. does 
not feel that hampers 
constrains him. views his 
superiors persons greater 
training and experience whom 
can consult problems, and 
who issue guiding directives 
him which accepts without 
prejudice. 
Organizational Ability—The abil- 
ity bring order out chaos 
another characteristic suc- 
cessful executives. They also 
have the ability take ap- 
parently isolated events facts 
and see relationships that may 
tie items together. short, they 
can organize efficiently. 
Decisiveness This does not 
mean that executive must 
make quick and final decisions 
rapid fire succession, although 
some do. More important the 
ability come decision 
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among several alternative 
courses action, and make 
the decision without delay once 
has got all the information 
which can reasonably expect. 
Firmness Conviction—The ex- 
ecutive must believe his own 
decisions, must definite, and 
should not easily influenced 
outside pressures, although 
his thinking should flexible 
enough consider other ideas. 


Activity and Aggression The 


executive must 
mentally alert and active, 
must attack problems aggresive- 
ly, and must look for and an- 
ticipate trouble, not wait for 
happen. 


executive must have outside in- 
terests and relaxations. ex- 
ecutive who spends all his days 
working, with thought for his 
family and personal life 
which 
likely lead eventual failure. 
The lack relaxation, dif- 
ferent atmosphere, and dif- 
ferent problems often leads ill 
health, the inability concen- 
trate and loss perspective. 


Those characteristics 


which successful executive should 
have. Now let have look 
some the undesirable traits. 


The inability see the 


Executives require the ability 
grasp broad problems, and un- 
derstand all their implications. 
Many executives fail their job 
because they are unable con- 
sider all the aspects problem 
simultaneously, and thus not 
realize the 
ance individual factors. 


Failure accept responsibility— 


the executive-level the ac- 
ceptance responsibility and 
the necessity for initiative and 
self-control vital. execu- 
tive should wait told what 


do, nor should necessary 
check that doing his job. 
should self-starter and 
plan the best use his time. 


The inability lead However 
brilliant executive may 
other ways, will fail unless 
good leader and can 
persuade people not only 
what requires, but also be- 
lieve that his plans are the most 
effective. 


The inability make room for 
other people Executives must 
cooperate with their associates 
and form part close team. 
Anyone who cannot accept crit- 
icism, who gets upset dis- 
senting point view, unlikely 
succeed. 

Resistance authority Some 
people dislike authority and dis- 
cipline. executive this 
type likely fail because 
unable accept direction and 
supervision without taking of- 
fence. result people find 
him difficult work with, and 
eventually manage with- 
out him. 


Prejudices which interfere with 
judgment—Sometimes execu- 
tive found unreliable 
because has systematic per- 
sonal bias which leads him al- 
ways interpret situations 
terms his own fixed idea. This 
often makes difficult discuss 
new ideas with him, ap- 
proach problem from differ- 
ent angle. 


Today there great shortage 
qualified executives, and Canadian 
industry the biggest man hunt 
its history. hunting for ex- 
ecutives fill the top jobs today, 
and fill those that will become 
vacant future years. Seldom has 
there been greater opportunity for 
able men not only get good jobs, 
but move ahead fast. The chief 
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reason for this that industry, 
which has just about doubled itself 
since the war, needs far more execu- 
tives than has had time train. 


Shortage Grows Acute 


companies continue expand, 
this shortage becomes felt more and 
more, until often find 
the chief limiting factor further 
expansion. Second and third-rate in- 
dividuals are found today execu- 
tive positions which they have 
right, and from which sooner 
later they will fall, perhaps, taking 
the company with them. Inept 
management the cause almost 
every business failure, and the de- 
velopment management prob- 
ably the most important single item 
facing every Canadian company 
today. 


This shortage qualified execu- 
tives mainly due our era 
specialization. Specialization fails 
equip men executive calibre 
with the broad background needed 
for management jobs. Most to- 
day’s younger executives have re- 
working prim- 
arily limited field. Few have 
had the overall experience which 
qualifies them for promotion the 
top management group. The man 
today who aspires top man- 
agement must therefore learn ad- 
minister and lead, and not con- 
tent with improving 
knowledge one specialized sub- 
ject. 


Perhaps the most important skill 
executive must develop, the 
ability deal with people. 
must able understand and 
evaluate what they are trying 
communicate him, and must 
able communicate his decision 
and policies them manner 
which persuades them support 
him well obey the letter 


The failure management to- 
day are due two main causes. 


These are: 


(1) The inability understand the 
problems facing them. many 
cases that they are 
not fully the picture, and 
that they are not aware all 
the factors involved 
problem. result, they 
off half-cocked, without really 
understanding what they are 
trying solve. 

(2) The difficulty getting their 
ideas and attitudes over 
those who are required carry 
them out. This often leads 
what seems like interference 
and changing plans the 
part the executive, 
the executive his subordin- 
ates. 


Three Basic Skills 


Robert Katz recently stated 
the Harvard Business Review that 
the effective administrator requires 
three basic personal skills: 


(a) Sufficient technical skill ac- 
complish the mechanics the 
particular job for which 
responsible. 

(b) Sufficient human skill work- 
ing with others effec- 
tive group member and build 
cooperative effort within the 
team leads. 

(c) Sufficient conceptual skill re- 
cognize 
the various factors involved 
his situations, which will 
lead him take that action 
which achieves the maximum 
good, for the total organization. 
(Perhaps this point should 
give definition “conceptual 
skill”, because term that 
continually cropping when 
the ability executive 
being discussed. would de- 
fine “the skill reaching 
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decision after going through 
process comparing alterna- 
tives the view all known 
facts, and selecting the alterna- 
tive which appears the 
greatest overall benefit”). 


Imagination, Judgment 


the requirements laid down 
Mr. Katz, which have just men- 
tioned feel two more should 
added. These are imagination and 
judgment. most important that 
executive should able pro- 
ject facts known now, into probable 
facts the future. For this 
needs imagination, that not 
bound today’s facts, and 
needs judgment know when 
going off the rails. Technical, 
human and conceptual skills, with- 
out imagination and judgment, can- 
not make executive, 
haps this why some people never 
become executives. Imagination 
and judgment are probably inherent 
some degree, but these powers 
must developed and guided 
the maximum use made 
them. The best way encourage 
this development allow in- 
dividual make mistakes and then 
let him discover his error. Provided 
learns from his mistakes, and 
makes each only once, his develop- 
ment will fast, but not 
permitted this, his imagina- 
tion and judgment will curbed 
and eventually replaced caution 


must realize that the farther 
individual gets the adminis- 
trative ladder, the less important 
become his technical professional 
skills. This not true, course, 
strictly professional organizations 
such consulting engineering, 
legal, accounting firms, where 
the top men are the elite their 
particular field and where adminis- 
tration relatively minor im- 
portance. However, the normal 
manufacturing distributing com- 


pany, problem which many 
people find difficult grasp. The 
problem varies degree, according 
the size the company. 
small company the individual ex- 
posed fairly early stage the 
problems management and 
realizing the necessity for all activ- 
ities interlock. large com- 
panies, however, this not the case, 
and the very largest, departments 
are inclined live water-tight 
boxes that the effect other de- 
partments any particular one, 
and its effect the others, are not 
apparent except the very top 
level the department. This means 
that individual can reach 
senior position such company 
without having consider matters 
outside his own technical sphere. 


Reluctance Delegate 


Another problem that many 
people who start out technical 
professional experts, appear 
reluctant delegate the technical 
portion their responsibilities 
when they position which 
primarily administrative. This has 
the result that the administration 
and direction the groups for 
which they are responsible get bog- 
ged down. because the execu- 
tive insists getting involved 
the technical details specific 
subordinate study the problem 
and come with recommenda- 
tions. the same article referred 
earlier, Katz points out that con- 
ceptual skill becomes the most im- 
portant all for successful adminis- 
tration and would like add 
this that the successful use con- 
ceptual skill top executive does 
not leave time for much else. 


Poor Set-up Hinders 


extremely difficult for any 
working poor organization. 
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This becoming more and more 
evident today this country, where 
almost every company utility 
has grown tremendously the last 
ten years. Unfortunately, many 
cases the basic organization has 
been left untouched, and the expan- 
sion has been dealt with adding 
more responsibilities each execu- 
tive, more departments each di- 
vision, and more people each de- 
partment, without studying whether 
quired can handled the in- 
dividual persons involved. find, 
therefore, that executives these 
companies are required re- 
ponsible for completely unrelated 
functions, that too many people re- 
port one man, and that com- 
munications, both and down, 
begin fail. 


Important Principles 


For any company operate ef- 
ficiently, certain principles organ- 
ization must followed. un- 
fortunate that through expansion 
the lack planning, these prin- 
ciples are often ignored, and 
coincidence that these com- 
panies the morale low, the turn- 
over all levels high, and the 
quality decisions and policy 
adversely affected. 


sure that you are all fam- 
iliar with these principles. Everyone 
is, but afraid that case 
where familiarity breeds contempt. 
People pay enough attention 
these principles, because they 
think “that’s all very well but 
different”, because “our company 
too small worry about that sort 
stuff’, “we have all been the 
company for long time and can 
work with each other without 
rules”. 


Highly Efficient 


want read these principles 
you and through them will 


you please mentally apply each one 
your own organization. you 
can come with mental “yes” 
each one, you are member 
highly efficient company, and you 
are also pretty unusual situa- 
tion. 


Here they are then: 
ciples Organization. 


There must clear lines 
authority running from the top 
the bottom the organization. 


line authority from the chief 
executive every employee the 
company. 


should report more than one 
supervisor. Everyone the organ- 
ization should know whom re- 
ports and who reports him. 


man can work for two bosses, 
inevitable. This situation also al- 
lows the lazy employee oppor- 
tunity tell one boss that 
carrying out (imaginary) 
ments for another boss. 


The responsibility and authority 
each supervisor should clearly 
defined writing. 


This makes replacement and 
training supervisors easier, 
well reducing the chance re- 
sponsibilities overlapping, the 
other extreme, responsibilities not 
being assigned anyone. 


Responsibility should always 
coupled with corresponding author- 
ity. 

one should delegate authority 
and then undermine decisions 
that belong the individual who 
being held responsible. 


authority for the acts its sub- 
ordinate absolute. 


one can disassociate himself 
from the acts his subordinates. 
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Authority should delegated 
far down the line possible. 


This frees executives 
ordinating and planning duties, 
well reducing the time necessary 
obtain decisions. also permits 
supervisors supervise, instead 
having lot detail work 
themselves. 

The number levels author- 
ity should kept minimum. 

This reduces the length time 

taken for information 
tions travel and down within 
the organization. 
The work every person the 
organization should confined 
far possible the performance 
single leading function. 

Combinations unrelated duties 
often work satisfactorily long 
particular person holds the post. 
leaves, the prospect poor 
finding another who has the ident- 
ical handle the widely 
different duties. 

There limit the number 
positions that can co-ordinated 
single executive. 

This “span control” depends 
the similarity dissimilarity sub- 
ordinate positions, the complexity 
the duties attached these posi- 
tions, the extent the distance be- 
tween their locations, and the fre- 
quency with which new problems 
arise. Normally between 
and subordinates, but there are 
many exceptions this, depending 
the circumstances. 

10. The organization should 
kept simple possible. 

Too many levels authority 
many committees impede rather 
than achieve co-ordination. 

these principles are followed, 
will then obtain the benefits 
good organization, which can 
summarized follows: 

(1) Preventing conflicts between 
individuals over responsibility. 
(2) Preventing duplication work. 


(3) Decreasing the likelihood in- 
dividuals cutting across lines 
authority. 

(4) Making communication easier 
clearly defining the chan- 
nels. 

(5) Permitting expansion with ade- 
quate control and without over- 
burdening top executives. 

(6) Increasing cooperation between 
departments, when each knows 
the function and responsibilities 
the others. 


All these principles, and the 
benefits obtained following 
them, seem obvious that al- 
most incredible any organization 
should disregard them. However, 
not unfair say that most 
companies, some all these 
principles are completely ignored. 
Have look round your own some- 
time. For instance, are you certain 
that every member the staff re- 
ceives instructions from only one 
person, goes only that person for 
decision, and knows exactly the 
extent and limits his own re- 
sponsibility? 

without good organization, and 
given the choice good organiza- 
tion good executives, would 
choose the latter. However, even 
first class executives will find that 
under poor organization much 
their time wasted; that they be- 
come frustrated; and that great 
deal more attention has paid 
keeping their subordinates loyal 
and contented. Luckily, good execu- 
tives will eventually force good 
organization, because they cannot 
operate efficiently and their own 
satisfaction with anything else. 


Organization Ulcers 


company exist without good or- 
ganization, although likely that 
most the executives, and all the 
good ones, there are any, will 
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have ulcers. However, unlike- 
that any management develop- 
ment going take place, because 
communications will bad, policy 
will not understood, and there 
will little practice building 
and leading team. For adequate 
management development 
fore, perhaps the most essential re- 
quisite good organization. 

The next requirement extensive 
delegation responsibilities and 
authority. 

Delegation responsibility 
most important. Without it, the 
executive cluttered with 
detail, and pestered for 
minor decisions that unable 
his proper job, which 
think. Some people call dreaming 
and perhaps that gives better idea 
what needed. 

With delegation responsibility 
must adequate authority. Noth- 
ing more impossible than being 
charged with the responsibility for 
certain phase companys 
activities, and not being given the 
authority carry out the responsi- 
bilities. Here again many execu- 
tives fall down. They preen them- 
selves that they delegate the nth 
degree, and they hold their sub- 
ordinates responsible for every fail- 
ure, yet they retain the necessary 
authority their own hands. 
the subordinates, and leads, not 
only inefficiency, but also 
absence loyalty and cooperation. 
One sign good executive that 
chooses good subordinates, and 
then shows his confidence them 
giving them all the authority they 
need carry out his policies. 

Let now look this question 
choosing subordinates and assist- 
ing them develop into good 
executives. All too often super- 
visor chosen for his technical abil- 
often promoted higher level 
because most senior, the 


most expert the department 
doing the technical detail work. 
Consider for moment, simple 
example with which most are 
probably familiar, how would you 
choose the head group sten- 
ographers. nine cases out ten, 
the person appointed would the 
one most skilled taking dictation, 
the one who typed 
letter, the one who 
there the longest. How often 
the ability supervise considered, 
how often the characteristic get- 
ting well with people, and the 
ability persuade others give 
their utmost, rather than the base 
minimum? The answer this 
“very afraid. And 
higher the scale, man chosen 
purchasing agent, sales 
manager, because the 
expert his profession, the one 
who can lead people, can get things 
done, can make decisions, and can 
obtain the loyalty and cooperation 
his subordinates? have said 
before, don’t need technicians 
executive positions, need admin- 
istrators. 


Once have chosen the right 
develop him that becomes 
more and more competent 
promoted higher positions. Some 
executives are afraid this de- 
velopment their own subordin- 
ates. They are reluctant teach, 
case the pupil 
master. This suppose, natural 
fear, but only for one who doubt- 
ful his own ability and accom- 
plishments, and the sooner that 
replaced the better. Therefore, 
any executive who does not develop 
his subordinates should 
matically suspected incompetent. 
One the major responsibilities 
the executive help his sub- 
ordinates develop their adminis- 
trative potentials. And the way 
solve their own problems instead 
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coming for help, and for deci- 
sions which they should make. 


The good executive has subordin- 
ates who are trained, and his time 
spent other activities beyond the 
confines the immediate. His sub- 
ordinates are trained handle the 
immediate and routine problems. 
The executive has the responsibility 
for developing organization that 
will operate without his constant 
supervision functional routines, 
and which leaves him time think 
about the future. 
about the future, which have 
referred earlier, the area 
which executive can make 
break company, according the 
decisions which reaches, but un- 
less done, the company will die 
within short time. 


Director Does Not Specialize 


The job administrative exec- 
utive may well supervise and 
direct the activities specialists, 
and the higher the scale goes 
the more varied will become the 
technical fields has direct. His 
job then fuse together the 
ideas his subordinate managers, 
and this position there very 
limited scope for him practice 
some previous specialty. fact 
has forget that ever was 
specialist, otherwise find him 
dabbling the details which, 
suggested earlier, not leave him 
time his proper job. 


years come quite likely 
that management will become 
profession, and executives will not 
experts engineering, law 
accounting, but experts manage- 
ment, and yet who will still know 
how manage highly specialized 
undertakings. one the prob- 
lems today that the executive has 
design and use tools and instru- 
ments which will allow him ra- 
tionalize decisions which has 
make, and yet which unlikely 


comes executive. Until be- 
comes executive, primarily 
concerned with dealing with the 
problems today. executive, 
deals almost exclusively with the 
future—the cost estimates, sales po- 
tential, production forecasts, capital 
investments new machinery, and 
on. The design the reports 
quires the knowledge art with 
which not normally familiar 
until becomes executive. 
must think executive, and plan 
the tools going need, before 
one. Thus, the sooner the 
specialist stops thinking only 
specialist, and begins project his 
thoughts into the management area, 
the sooner will become the 
executive type. This will not 
course pay off until becomes 
executive, but soon pro- 
moted, will able produce 
results, instead fumbling around 
for long, normally the case. 
will also reduce the strain, which 
considerable, learning think 
executive, and who knows, 
may the reason that can avoid 
the ulcers and nervous breakdowns 
which seem the hallmark 
the executive class. 


order reach required deci- 
sions, executives often are required 
consider many complex factors 
influenced other unknown fac- 
tors, and they have weigh 
tionally possible, the effects, 
these factors upon future levels 
supply and demand. Somewhere 
along the line gamble has 
taken, true, but unless the 
decisions reached are rational, and 
based all the information and ad- 
vice available, the result can quite 
easily put company out busi- 
ness. Consider Pont who spent 
$27 million develop nylon, 
R.C.A. who put $50 million into 
the research and development 
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television, before they sold single 
set. decision this sort not 
made the production people, the 
sales manager, even the comp- 
troller. true that each these 
would have made recommendations 
regarding his own technical area, 
but the executive who makes the 
company-wide basis, and decide 
how step this nature would 
affect each technical section and 
their inter-relationships. Now 
unlikely will required 
make decision the type have 
quoted, but the same sort thing 
happening all the time dif- 
ferent scale every company. De- 
cisions about the investments 
made marketing, new products, 
new equipment, new buildings, ad- 
ditional staff, and on, are crop- 
ping continually. All these re- 
quire willingness forego im- 
mediate profits order invest 
the future, and this not 
very easy thing do, particularly 
still the custom many 
quarters measure the effective- 
ness executive the immedi- 
ate profits achieves. The time 
lag between the investment and the 
hoped-for resulting profit means 
that executives often fall heir 
profits resulting 
made prior their own appoint- 
ment 
Similarly, executive often has 
make decision forego profits to- 
day that the succeeding genera- 
tion top-level executives can pro- 
duce greater profit to-morrow. 


Summary 
First all, executive 
trained, not born, but there are 
certain characteristics which 


ful. 


come executive still 
thinks specialist, and must 
learn lead and administer. 


Thirdly, must learn how 
make decisions, that will de- 
mand and consider all the avail- 
able facts before makes his 
mind, but also that will not 


delay his decisions when has 


got all the information which 
can reasonably expect. 


Fourthly, must allowed 
develop his imagination and 
judgment, that learns use 
each properly. 

Fifthly, must exist good 
organization, that not 
frustrated, and receives all the 
information necessary under- 


stand the problems required 


Sixthly, must learn dele- 
gate, choose good subordinates, 
and then put his trust them. 

And finally, the mark 
executive that thinks the 
future. leaves the day day 
problems 
whom has trained handle 
them, while dreams what 
come and what decisions 
has make today deal with 


the problems can see arising 
to-morrow. 


Finally, would like leave with 
you the thought expressed man 
who has been active the merger 
many businesses, and the pur- 
chase and sale many going com- 
panies, some them consider- 
able size. 

said: 

“The biggest reason for mergers, 
the biggest reason why many ex- 
cellent businesses are for sale, 
that the top men grew old and 
there was one replace them”. 


EMPLOYERS MUST HIRE 
MORE APPRENTICES 


Delegates from all parts Can- 
ada, representing industry, organ- 
ized labour and provincial govern- 
ments attending the sessions the 
National Apprenticeship Training 
Advisory Committee Ottawa end- 
ing recently, generally agreed that 
one the greatest needs the 
training field today was the will- 
ingness more employers hire 
apprentices. 


Need for Apprentices 


Lengthy discussion apprentice- 
ship training the building indus- 
try was sparked Roy Foss, 
Chairman the Apprenticeship 
Committee the Canadian Con- 
struction Association. 
president the Foss Construction 
Company Ltd., Montreal, felt 
that efforts should made im- 
press upon employers the necessity 
giving help apprentice-training 
and impress upon apprenticeship 
committees across Canada the need 
for more and: better trained me- 
chanics. 

Mr. Foss was very much fa- 
vour pre-employment training for 
young people entering apprentice- 
ship, which claimed had proven 
most effective the ultimate de- 
velopment good skilled mechan- 
ics. claimed that pre-employ- 
ment training made for better selec- 
tion since the boys were counselled 
entering training and got 
chance learn whether not they 
were fitted for particular trade be- 
fore entering into long-term appren- 
ticeship. had also proven advan- 
tageous attracting the right type 


boys into trades training, since 
they were able the job 
with considerable knowledge, and 
earn better starting rate pay 
than boys without such training. 
Employers had found pre-employ- 
ment training advantageous them 
also, since the boys were coming 
them, not unknown quantities, 
but certain extent ‘proven pro- 
Mr. Foss said that employ- 
ers had found that where pre-em- 
ployment training had been tried 
that made for better mechanics 
the job. 

Another guest speaker, 
Bernard, Manager, Ontario Divi- 
sion, Canadian Manufacturers’ As- 
sociation, felt that was time for 
new look apprenticeship. 
defined apprenticeship the train- 
ing over period time young 
men particular trade craft 
that the completion that 
time, they will able practice 
that trade craft basis 
equality competence and earn- 
ings, with those already engaged 
the trade craft. Mr. Bernard 
stated apprenticeship was generally 
accepted meaning about 4,000 
hours shop and instruction re- 
lated subjects. went ex- 
plain that this generally-accepted 
formula had evolved from pattern 
developed Great Britain the 
course century more, with 
particular application limited 
number basic trades. Mr. Bern- 
ard suggested that this formula was 
now, extent least, both 
obsolete and unrealistic for new 
skills and occupations. 


Mr. Bernard felt that industry 
therefore efforts might made 
speed training. suggested 
that training 
might offered those young 
citizens who may have desire 
enter professions, but who had in- 
telligence, ambition and love for 
things mechanical. thought that 
such young men might enter indus- 
try the shop level after back- 
ground two three years in- 
tensive training. suggested that 
such training would enable them 
earn immediately what they were 
worth and start work 
nicians the industrial field. 


Training Industry 
took 
place ways and means pro- 
ducing skilled workers for industry. 
was generally agreed that there 
were three methods: 


(a) through recognized apprentice- 
ship industry; 

(b) through 
technical institutes; and 

(c) through combination trade 
school, technical institute and 
industry. 

The delegates felt that all these 
methods had their advantages and 
could tailored fit various cir- 
but that all were cost- 

The conference ended with all 


and 


delegates agreement that there 
was need for more apprentice- 
training Canada adequate 
supply skilled manpower was 
present felt that much wider pub- 
lic interest the need for skillled 
tradesmen and the value training 
was necessary before sufficient num- 
bers skilled people would 
available meet the growing de- 
mand. 


MATTER IMPORTANCE” 


This film story covers very 
general way some the basic ques- 
tions which arise the mind the 
average person considering the 
matter investment. does not 
attempt sell any type program. 
stresses the desirability seek- 
ing expert advice. 

have seen the film; takes about 
minutes run. attended show- 
ings two church groups and par- 
which was very much live one, 
indicating the interest aroused 
the film. 

The film may booked (free) 
through the local Investment Deal- 
ers Association Sovereign Films 
Distributors Ltd., Toronto. There 
are quite number copies avail- 
able. The IDA would, request, 
arrange for speaker supplement 
the showing.—C. Rankin. 


| 


SEEK INFORMATION 
PROFESSIONAL MANPOWER 


Representatives from the major 
engineering associa- 
tions, the National Conference 
Canadian Universities, and interest- 
Federal 
ments and agencies, met Ottawa 
February discuss further de- 
velopment information Can- 
ada’s resources professional man- 
power. The meeting, held under 
the auspices the Economics and 
Research Branch the Depart- 
ment Labour, was recognition 
the importance focussing re- 
search and information future re- 
quirements for professional man- 
power, their efficient utilization, 
the adequacy training, and 
sources future supplies. 


Data Professionals 


postwar years, the Department 
Labour has developed detailed 
sources information engineers, 
scientists and related professional 
groups, which has been continu- 
ing interest universities, students, 
professional organizations and em- 
ployers. discussions the 
meeting were for the purpose en- 
suring that the pro- 
meeting the growing needs for 
authoritative information profes- 
sional manpower. 

The meeting reviewed the exist- 
ing information available 
fessional manpower including the 
records engineers, 
architects and veterinarians which 
have been maintained the De- 
partment Labour since World 
War II. More information, was 
thought, needed Canadian stu- 
dents going universities the 


United States and 
quent employment. were 
professional people and ones 
whom Canada already had made 
considerable investment and conse- 
quently their loss 
serious. 

The Department Labour out- 
lined program which 
carried for maintaining the re- 
cords engineers, scientists and 
others, current basis. Each 
year, representative sample 
one-third the professional people 
the records sur- 
veyed obtain current information 
their academic and employment 
experience. This three-year cycle 
survey provides annual information 
the changing characteristics 
Canada’s resources engineers and 
scientists. The meeting reviewed 
the program for this survey de- 
tail. 


Outlook for Manpower 


The group also discussed the out- 
look for professional manpower. 
There was general agreement that 
the shortage professional people 
which had been existence for 
many years would all probability 
feature the Canadian labour 
market for some time come. Part 
the problem arises from the scar- 
city engineering and other kinds 
professional workers tasks key 
their work but not necessarily best 
performed them. was felt 
some those present that many 
professional people were being used 
only semi-professional capacities 
because the shortage tech- 
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nicians. was also pointed out 
that many engineers the highly 
technical industries have used 
administrators because the 
technical knowledge required. 


was noted that the Canadian 
population university age would 


probably more than double during 


the next years, and that the 
number Canadians wishing 


attend university would 
crease even more 
would create serious situation 
Canadian universities 
ities and teaching staff were al- 


ready strained the limit. was 
felt that the public generally, and 
particularly professional 
themselves and Canadian industry, 
not clearly recognize the 
nature this problem. 


LABOUR STANDARDS 


Published Federal Government 


The 1955 edition “Provincial 
Labour Standards”, prepared the 
Federal Department Labour, 
out. 

This edition the bulletin sets 
out the standards effect the 
provinces Canada with respect 
statutory school-leaving ages, mini- 
mum age for employment, annual 
vacations with pay, public holidays, 
maximum hours work mines, 
factories, shops and offices, mini- 
mum wage orders, equal pay and 
fair employment practices, weekly 
rest-day and workmen’s compensa- 
tion. 


Changes Noted 


The enactment Fair Employ- 
ment Practices Act Nova Scotia 
and the setting the first minimum 
wage rates for women Newfound- 
land, and increases for Ontario wom- 
workers were among the 1955 
changes noted the bulletin. 
five provinces benefits under Work- 
men’s Compensation Acts were in- 
creased. 

The Nova Scotia Fair Employ- 
ment Practices Act, which went into 
force January 1956, forbids 
discrimination employers with re- 
gard employment and trade 


unions with regard membership 
grounds race, national origin, 
colour religion. Discriminatory 
application forms, advertisements 
and written oral inquiries con- 
nection with employment 
hibited the Act. Nova Scotia 
the third province pass Fair 
Employment Practices 
tario and Manitoba have similar 
legislation. 


Minimum for Women 


Newfoundland, minimum 
wage rate cents hour was 
set for all women workers over the 
age 17, except domestic servants 
private homes. Minimum-wage 
fixing comparatively recent de- 
velopment Newfoundland, the 
first order for male workers having 
been made 1953. 

Ontario, new minimum rates 
for women workers $22.00 week 
Zone (Toronto, Hamilton, 
Windsor, Ottawa and environs and 
London $20.00 week Zone 
(places 3,000 more popula- 
tion); and $18.00 per week Zone 
III (places under 3,000 population 
went into effect, replacing rates 
$16.80, $15.80 and $13.80, respective- 
ly. 
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COMPENSATION CANADA” 


Published Department Labour 


Hon. Milton Gregg, Minister 
Labour, has announced publica- 
tion the 1955 edition “Work- 
Compensation Canada” 
which includes recent amendments 
Workmen’s Compensation Acts 
seven provinces, New Brunswick, 
Quebec, Prince Edward 
British Columbia, Saskatchewan, 
Manitoba and Ontario. 

The bulletin, which was prepared 
the Legislation Branch the 
Federal Labour Department, gives 
concise description the collec- 
tive liability system workmen’s 
compensation effect all ten 
Canadian provinces. discusses 
and compares the principal fea- 
tures the ten provincial work- 
men’s compensation laws 
views briefly other compensation 
legislation Canada, including the 
two federal laws covering govern- 
ment employees and merchant sea- 
men and the compensation ordi- 
nances the Yukon and North- 
west Territories. Major amendments 
the Government Employees 
Compensation Act are summarized 
the bulletin. 

each annual edition, legislative 
changes made during the year are 
noted some detail and revised 
tables indicate the benefits payable 
under the Acts amended. The 
occupational diseases for which 
compensation payable are also set 
out tabular form. 

Significant changes were effected 
some the laws 1955, notably 
the raising the percentage rate 
earnings taken computing com- 
pensation from 66-2/3 New 


Quebec, both effective from Janu- 
ary 1956. New Brunswick thus 
brought line with the Province 
Manitoba where the percentage rate 
70. Quebec with new percent- 
age rate now line with 
five other provinces, Alberta, British 
Columbia, Ontario, Prince Edward 
Island and Saskatchewan. Also ef- 
fective from January 1956, the 
ceiling annual earnings was in- 
creased Prince Edward Island 
from $2,500 $2,700. British 
Columbia and Saskatchewan, the 
amount fixed the minimum pay- 
ment for total disability was raised 
$25 week. 


Shorter Waiting Time 


Quebec, the waiting period 
was reduced from seven five 
days. Henceforth, eligible for 
compensation from the date the 
accident, worker must disabled 
for five days more. 


Higher benefits cases fatal 
accidents were also provided sev- 
eral provinces. Saskatchewan, the 
monthly pension widow was 
raised from $60 $75, On- 
tario and British Columbia. The 
monthly payment allowed respect 
each dependent child 
creased from $20 $25 British 
Columbia, from $12.50 $15.00 
Prince Edward Island, and, re- 
spect orphan child, from $30 
$35 Saskatchewan. The Man- 
itoba and Ontario amendments 
widened the groups eligible for 
current widows and children’s pen- 
sions. 
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Prince Edward Island larger 
sum for the payment funeral ex- 
penses was provided. The Quebec 
Workmen’s Compensation Commis- 
sion was given authority pay ex- 
penses not exceeding $150 for trans- 
porting the workman’s body. The 
Saskatchewan Board was authorized 
pay whatever necessary transpor- 
tation expenses were involved, the 
former limit $100 having been 
removed. 


Columbia and New Brunswick Acts 


U.S. PUBLICATIONS 


The U.S. government from time 
time puts out publications 
Management and Personnel. While 
these are prepared primarily in- 
crease the effectiveness Govern- 
ment personnel and management 
programs, they can used profit- 
ably personnel people 
ness. 


get list, ask the Superin- 
tendent Documents, Federal 
Government, Washington, for 
order form for his Management and 
Personnel publications. 


REVIEW TRAINING FOR INDUSTRY 


Delegates 
regular meeting the Canadian 
Vocational Training Advisory Coun- 
cil Ottawa February, agreed 
there was need for comprehensive 
review trade, technical and voca- 
tional training facilities the light 
new industrial developments and 
techniques. 

The meeting also recognized that 
despite tremendous expansion 
vocational school training facilities 
throughout Canada the postwar 
years, there was continuing grow- 
ing need for further expansion 
training facilities resulting from the 
rapid growth Canadian industry 
and the increasing number youths 
reaching vocational school age, 
well increased interest youth 
all provinces such training. 

The meeting, which was under 
the chairmanship Dr. Fred 
former Chancellor the 
University Alberta, was attended 
representatives labour, indus- 
try, governments 
ists from all parts Canada. 


Among the topics discussed were: 
the growing need for technicians, 
particularly the field electron- 
ics, vocational training and apprent- 
iceship, and the training physically 
handicapped persons 
employment. 


Revision Required 


The Council generally agreed that 
the systems trade and technical 
training both schools and indus- 
try required revision and expansion 
keep pace with the trend towards 
automation. was becoming evi- 
dent that the need for intensive 
trades courses and advanced 
technical courses was rapidly in- 
creasing. 

the Council unanimously agreed 
that the time had come for ob- 
jective examination and analysis 
the training needs. They felt such 
examination should reveal the 
specific needs industry and that 
these needs should closely re- 
lated all training. 
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Banff School 


PERSONNEL MANAGEMENT 
SHORT COURSE REPEATED 1956 


Senator Donald Cameron, Direc- 
tor the Banff School Fine 
hopes repeat October this year 
the twelve-day course given No- 
vember 1955 under the sponsorship 
the Department Extension, 
University Alberta, cooperation 
with the Personnel Associations 
Calgary and Edmonton. 

This course, the first its kind 
Western Canada, was attended 
fifteen men engaged person- 
nel work B.C., Alberta and 
Saskatchewan, representing public 
utilities, civic administration, meat 
packing, education, nickle refining, 
heavy construction, agriculture and 
the oil industry, including drilling, 
production and distribution. 


Practice and Philosophy 


Many phases Personnel Man- 
agement were dealt with, from both 
practical and philosophical view- 
points, under such headings “The 
Work Place Community’, 
“Functions and Scope Personnel 
Administration’, “Organiza- 
tion Planning”, “Civilization the 
Business World”, combining with 
such exercises Job Analysis and 
Description, Job Evaluation, Per- 
formance Evaluation, Recruitment 
and Selection and Salary and Wage 
Administration. The topic Labor 
Relations was dealt with under such 
general headings Labor Legisla- 
tion, Negotiation and Arbitration 
Procedures. 

The instructing staff was Professor 
Ben Lindberg, Director the 
School Commerce the Univer- 
sity Alberta, Robert Willson, 
Director Personnel and Public Re- 
lations for General Foods Ltd. and 
Howard Kelly, Q.C., Vice Presi- 


dent and Solicitor Burns and Co. 
Ltd. 


BOOK REVIEW 
“Strategy and Techniques Labour 
Negotiations” 
PETERS 


Published the National Fore- 
men’s Institute 
New London, Connecticut 

One’s first impression picking 
this book the unusual pre- 
sentation the material. The 
writer has quite deliberately gotten 
away from the rather dry textbook 
style writing and into the “quasi- 
verbatim” style. his credits 
interesting note that has made 
use help from senior people 
the Columbia Broadcasting Com- 
pany and Time Magazine, which 
has helped produce rather 
gripping and extremely readable 
booklet. fact, for those who have 
had some experience collective 
bargaining, predict that they will 
find great deal difficulty put- 
ting the book down once they have 
started it. 

The last and most impressive 
reaction this reviewer that this 
man has been able 
through the use this particular 
case method, has other writer 
within this somewhat li- 
mited knowledge, “feel” and un- 
derstanding what goes col- 
lective bargaining. The book 
highly recommended any and 
all people the LR. field— 
junior senior, novice widely 
experienced. 
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FOR COMPULSORY RETIREMENT? 


Industrial Relations Supervisor 


few months ago, the manager 
one our most complex depart- 
ments bade farewell the age 
70. this time, was excel- 
lent physical and mental condition, 
performing his duties the satisfac- 
tion management. Presently, 
concluding long voyage Eur- 
ope and after his return will retire 
small farm raise bees keep 
himself busy, for many long years 
come. 

Another veteran employee 
presently charge extensive 
training program, 
keepers and clerks sound stores 
practices and ledger keeping. His 
long experience this field makes 
him excellent person for this job. 
will shortly retire the age 
70, join life insurance company 
—one his former employers—as 
full time salesman. 

have recently celebrated the 
65th anniversary superintend- 
ent whose department approxi- 
mately 400 employees one the 
most hectic spots the whole plant. 
hope keep him for many 
other years. 

The doctors and nurses our 
plant hospital are quite sure that the 
hospital will never clean and 
orderly after retirement the pres- 
ent janitor, celebrating his 70th an- 
niversary few months time. 
matter interest, this man has 
children and grand-children, ac- 
cording the last reports. 

All these examples prove conclu- 
sively that the age can- 
not regarded absolute dead 


line for retirement. Our retirement 
policy therefore set ‘up 
afford sufficient flexibility take 
care these and similar cases. 
About months before the 
65th (or 60th case women) 
anniversary employee, the 
Personnel Department quietly 
undertakes very thorough examin- 
ation consisting the following 
major steps: 
1.—Prepare short resume the em- 
ployee’s service history including pro- 
motions, attendance record, personal 
data, experience, education, etc. 
2.—Conduct confidential investigation 
his home circumstances, such 
family responsibilities, financial back- 
ground, etc. 
3.—Arrange for thorough medical exam- 
cal and mental health with particu- 
lar regard his fitness perform his 
present duties without detriment 
his health his job. 
health not the required 
standards, try establish what 
other available suitable job could 
perform. 
consultation with immediate super- 
visor and associates, assess his job per- 
formance and the desirability re- 
taining his services for 
period. 


After careful consideration all 
these facts, management will decide 
the action taken. Where 
the services employee are ex- 
basis repeating the same procedure 
each year. Our pension plan has 
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stipulation which permits the exten- 
sion services without any further 
contribution the part the em- 
ployee employer but will not pay 
any pensions while the employee 
active service beyond the age 
respectively. 


Value Evident 


evident that the value this 
policy amply demonstrated: 
are able retain knowledge and 
skills which are difficult replace 
and maintain satisfactory em- 
ployee-employer relations remov- 
ing unnecessary fear “old age” 
while man able and willing 
work. not believe that this 
policy takes away jobs from younger 
people will hinder the promotion 
employees holding second line 
positions any marked extent. Due 
voluntary retirement, the percen- 
tage employees retained 
after the age relatively small. 
addition, there are numerous jobs 
each Plant suitable for older 
people which lack appeal for young- 
employees. 


STUDY GROUPS RESUMED 


The Personnel Association 
Greater Winnipeg decided early this 
year re-introduce study groups 
and five projects have been carried 
out during the past season. 

First committee get under way 
was that Federation, under the 
chairmanship Ted Johns. 

The committee set consider 
the prerequisites for personne! man- 
agement, under the chairmanship 
Ken Tanswell, proposed the prepar- 
ation brochure outlining the 
duties personnel management, 
liaison with university develop- 
ing required course material, obtain- 
ing support Chamber Com- 
merce and C.M.A. and undertaking 
career talks schools and universi- 
ties. 

The committee set study 
personnel research Winnipeg, un- 


der the chairmanship John Eng- 
lish, developed series research 
topics and addition has completed 
review the current provincial 
salary survey data. 

The committee set study and 
promote further means educa- 
tion members the Association, 
under the chairmanship Bob 
Dowling, received approval pro- 
ceed with their plans. Some the 
suggestions included were: 


training programs conducted 
members for other interest- 
members, e.g. interviewing 
and training. 

request University Mani- 
toba schedule course 
Personnel Administration 
Evening Institute exten- 
sion service. 

qualifications the members 
the Association. 

The committee set design, 
organize and finalize for production 
supervisors training course with 
view starting this course 
October 1956, under the chairman- 
ship Ruth Spurway, currently 
working this project, following 
polling members’ interests. 


SUBSTITUTE FOR STRIKES 


federal government, without 
fanfare, sponsoring research 
program aimed finding some 
substitute for the strike the labor 
relations field. Research work, fin- 
anced federal grants, being 
done Queen’s university, the Uni- 
veristy British Columbia and the 
University Toronto. The hope 
find some formula, which 
would adequately protect labor and 
which would the same time ren- 
der the use the economically 
destructive strike weapon unneces- 
sary. It’s long-term project and 
immediate developments are ex- 
pected. 
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IMPORTANCE HUMAN RELATIONS 


300 Commonwealth Men and Women Will Attend 
Duke Edinburgh’s Unique Conference 


Sir Miles Thomas* 


The ancient university city Ox- 
ford will this month become the 
centre discussions the most 
modern all problems that 
time when automation headline 
news throughout the world. This 


second Industrial Revolution 
causing much concern did the 
vast changes which began with the 
invention the “spinning jenny” 
1765. 

But the Oxford conference the 
Duke Edinburgh’s Study Confer- 
ence the Human Problems 
Industrial Communities within the 
Commonwealth and Empire (July 
27) was arranged long before 
automation loomed large the in- 
dustrial horizon. fact, arose 
out suggestion made 1954, 
result which the Duke Edin- 
burgh invited, July that year, 
industrialists and trade unionists 
meet him Buckingham Palace 
for informal discussion the 
possibilities such conference. 


Never Before Attempted 
The outcome that meeting 
will experiment lines never 
before attempted. will bring to- 
gether some 300 men and women, 
mainly under years age, from 


*Sir Miles is Chairman of the Public Rela- 
tions Committee of the Conference. Sir Miles, 


one of Britain’s most distinguished industrial- 
ists, is Chairman of Monsanto Chemicals Ltd. 
From 1940-1947 he was Vice-Chairman and 
Managing Director of Morris Motors Ltd., and 
until recently, was Chairman of the British 
Overseas Airways Corporation. 


all parts the Commonwealth 
conduct practical study the 
human aspects industrialisation. 
They will represent cross-section 
tries and wide range experi- 
ence. 

important feature that all 
members the Conference are 
being invited individuals: gov- 
represented officially, although there 
has, course, been close consulta- 
tion with governments and organ- 
isations throughout the Common- 
wealth making the arrangements. 
Nevertheless, the guiding principle 
the selection members has 
been invite persons engaged 
tive roles industry who hold, 
are likely hold, positions re- 
sponsibility and who have shown 
lively and consistent interest 
the life their own communities. 

Oxford, then, will going 
people from places far apart 
Canada and the Falkland Islands, 
Fiji and Malta all with one en- 
deavour: discover, means 
frank discussion and personal ob- 
servation, ways and means fac- 
ing the problems brought 
about technical and economic 
advance, and thus 
their fellow men and women 
benefit from the industrial revolu- 
tion that happening 
midst. 


For the increasing tempo life 
this modern age has made 
abundantly clear that, despite sus- 
tained efforts understand and im- 
prove human relationships indus- 
try, complete answer not 
found the factory workshop. 
Efficiency, increased production 
and steady development must 
hand-in-hand with personal 
faction; the worker must made 
feel that not just cog 
the wheel, but integral part of, 
and important contributor to, his 
country’s ultimate prosperity and 
well-being. Also—and this very im- 
portant that his contribution will 
benefit not only himself, his em- 
ployer and his community, but will 
also ensure greater opportunities for 
his children opportunities ad- 
vancement, leisure and security such 
former generations never knew. 


This Study Conference not 
merely academic exercise: 
Although the discussions will take 
place the cloistered 
Oxford colleges, the Conference 
members will, during 
Britain, where they will see not only 
machinery and processes, but will 
occupy much their time talk- 
ing with people, all levels, inside 
and outside the factory gates. 


Study Groups 


facilitate their investigations 
into the working and social life 
the men and women employed 
Britain, the 280 members from 
overseas are being divided into 
study groups, each consisting 
members, under chairman from 
United Kingdom industry who has 
work. The members each group 
will housed together Oxford, 
and each group will carry out 
tour lasting nine days, half which 
will spent London and the 
other half provincial industrial 
area. 


the opening days Oxford 
they will hear speakers, all whom 
are engaged practical administra- 
tion, introduce some the principal 
themes the Conference, which 
they will once proceed discuss 
the study groups. 


Following their tours they will 
return Oxford hear papers read 
distinguished oversea industrial- 
ists and for three further days 
discussion, which will lead what 
likely the highlight the 
Conference final reports from 
the groups their personal ex- 
periences, given orally reporters 
chosen from each group, summariz- 
ing not only their impressions but 
also intergroup discussions spe- 
cial subjects allocated them. 


Duke's 


The Duke Edinburgh’s keen 
personal interest industrial mat- 
ters well-known, and not 
merely lending his name this 
Conference, which owes much his 
inspiration. Indeed, himself 
taking active part it. will 
deliver the Presidential Address 
the opening ceremony Oxford’s 
Sheldonian Theatre; will preside 
the opening and closing plenary 
sessions and also two dinners, one 
the first day and the other the 
final day the Conference. 


And has insisted that the Con- 
ference should one not for re- 
search workers but for people active- 
engaged industry. Its value, 
has emphasised, will depend 
what the members make what 
they see and hear, their ability 
describe their points view and 
experience for the benefit others, 
and distinguish what 
likely useful their own 
special cases. 


“Ultimately”, the Duke has writ- 
ten foreword the Confer- 
ence programme, “it hoped that 
the members will able extend 
their influence their own coun- 
tries and industries the end that 


industrial enterprises are organ- 
ised that they form integral part 
happy and healthy commun- 
ity.” 
Such the fundamental aim 
this unique experiment. 


CANADIANS ATTENDING CONFERENCE 


Archibald, Secretary In- 
dustrial Relations Mgr., Dominion 
Textile Co. Limited, Montreal, Que. 


Armstrong, Assistant Region- 
Manager, Imperial Oil Limited, 
Alberta. 

Atkin, Canadian Brotherhood 
Railway Employees, Alberta. 


Benson, Asst. Personnel Mana- 
ger, Consolidated Mining 
ing Co. Canada, Trail, B.C. 


Brown, International Photo- 
Engravers Union, Toronto, Ont. 

Chandler, Guelph District La- 
bour Council, Guelph, Ont. 

Colnet, Barbers Interna- 
tional Union. 


Cook, United Steel Workers 
America, Ontario. 


Cruickshank, Assistant 
Vice-President, (Personnel), 
Telephone Co. Canada, Quebec. 

Doyle, Assistant Manager, 
Price Brothers Co., Quebec. 


Haggett, General Manager, 
Bristol Aircraft (Western) Limited, 
Manitoba. 

Hemsworth, Commercial Stu- 
dies Manager, Development Depart- 
ment, Canadian Industries Limited, 
Montreal. 


Henley, Industrial Relations 
Manager, Canadian Westinghouse 
Co. Ltd., Hamilton. 

Production 
Manager, (Nylon Division) Dupont 
Company Canada Ltd., Quebec. 

Maintenance Railway Employees, 
Ontario. 


Jack, Director, Industrial Re- 
lations, B.C. Electric Company. 

Kinley, Jr., Vice President 
Director, Lunenburg 
Foundry Engineering Ltd., Lun- 
enburg, N.S. 

Martin, Industrial Relations 
Manager, Dominion Rubber Co. 
Limited, Ontario. 

Morrison, Assistant Mana- 
ger, Abitibi Power Paper Co. 
Limited, Ontario. 

McClennan, Oil, Chemical 
Atomic Workers, British Colum- 

ia. 

Philips, Vice President 
ance) Phillips Electrical Co. Limit- 
ed, Ontario. 

Sefton, United Steel Workers 
America, Ontario. 

Photo Engravers Union, Ontario. 

Smith, Guelph District La- 
bour Council, Ontario. 

Todgham, Executive Assist- 
ant, Chrysler Corporation Can- 
ada Ltd., Ontario. 

Ward, United Automobile 
Workers, Ontario. 

Houghton, Superintendent- 
Engineer, charge Manufac- 
turing Engineering Activities, Nor- 
thern Electric Company, Montreal. 

Lt. Col. Logie, Manager, 
Industrial Relations, Canadian In- 
gersoll Rand, Montreal. 

McGiffin, General Manager, 
Canada Steamship Lines, Montreal. 

McGlashan, President, Mc- 
Glashan Silverware Limited, Otta- 
wa. 


NATIONWIDE FOOD SERVICE, LTD. 


NATIONWIDE OFFER 


feeding installation for your 
employees engineered meet your 
specific needs. 


Financial responsibility pay for 
food supplies, salaries, and 
forth. 


Proved accounting methods in- 
sure best control all operations. 


Complete insurance protection against all 
operating hazards. 


ol 


Personalized supervision each account, 
with prompt rendering comprehensive, 
periodic financial statements. 


Centralized buying service, assuring all 
possible price economies. 


Supplementary feeding vending. 


selection contracts tailored your 
individual needs. 


There more Nationwide Food Service, Ltd. 
than can possibly covered here. impos- 
sible reduce writing Record Success 
which has permitted grow position 
prominence industry and commerce. 
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This the third issue 


THE CANADIAN PERSONNEL INDUSTRIAL RELATIONS JOURNAL 
FOR 1956 


you need know what new The Canadian Personnel and Industrial 
Relations field 1956, you will want complete the coupon below. 


The Editor 


The Canadian Personnel Industrial Relations Jnl. 
Suite 143 Yonge Street, Toronto. 


Attached subscription The Canadian Personnel and 


Industrial Relations Journal for one year. 
Canadian Personnel Associations. 


$3.00 members 
$4.00 for non-members. 


Personnel Journal Editorial Board 


Managing Editor— 
Rae Perigoe, M.A. 
Associate Editor—C. Chaston 


Secretary Barrett 


Association Editorial 
Representatives 


Montreal—W. Brebner, Crane 
Ltd., Montreal. 

Montreal Women’s—Miss 
Lachapelle, Can. National Railways, 
Montreal. 

Peterborough George Barns, 
Canada Packers Ltd., Peterborough. 

Chaston, Shell Oil 
Co., Toronto. 

Toronto (Women’s)—Miss Kath- 
leen Lewis, Toronto General 
Trusts Corp., Toronto. 

Hamilton Stanley Thompson, 


Canadian Industries Ltd., Hamil- 
ton. 


Niagara Low, 
Anthers Imperial, St. Catharines, 
Ont. 

Grand Valley Jim Kinder, Can- 
adian Office and School Furniture, 
Preston. 

Guelph—C. Walker, Federal 
Wire Cable Co., Ltd., Guelph, 
Ont. 

London—Chas. Malone, Public 
Utilities Commission, London, Ont. 


Windsor Litt, The Heinz 
Co., Leamington. 


Winnipeg—C. Gowan, Feder- 
ated. Cooperatives Ltd., Winnipeg. 


Greenway, 
Canadian Western Gas. Co. Calgary 


Edmonton—Ken Lofts, Cana- 
dian Nat. Rlwys., Edmonton, Alta. 


Vancouver Lloyd, Can- 
adian Fishing Company Ltd., Van- 
couver. 
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